The Effect of the Level of Self-monitoring on Work Engagement and Emotional Exhaustion: A Research on Small and Medium Size Enterprises (SMEs)  by Boz, İlknur Taştan et al.
 Procedia - Social and Behavioral Sciences  150 ( 2014 )  1080 – 1089 
Available online at www.sciencedirect.com
1877-0428 © 2014 Published by Elsevier Ltd. This is an open access article under the CC BY-NC-ND license 
(http://creativecommons.org/licenses/by-nc-nd/3.0/).
Peer-review under responsibility of the International Strategic Management Conference.
doi: 10.1016/j.sbspro.2014.09.122 
ScienceDirect
10th International Strategic Management Conference 
The effect of the level of self-monitoring on work 
engagement and emotional exhaustion: A Research on Small 
and Medium Size Enterprises (SMEs) 
 
İlknur Taştan Boza, Altan Ayanb, Ilknur Eskinc, Güner Kahramand* 
a,b,c, Trakya University, Turkey 
dSofia University, Bulgaria 
 
Abstract 
In this research is carried out by investigating the effect of the level of self-monitoring on work engagement and 
emotional exhaustion concerning employees working in SMEs in Denizli. While our sample of the research 
comprises the employees who were approached in SMEs in Denizli, population of the study is SMEs employees in 
the Aegean region. The data are obtained from a total of 200 employees within this context. The aim of the study is to 
be able to determine whether or not the level of self-monitoring has any amount of influence over work engagement 
and emotional exhaustion concerning employees working in SMEs. Frequency distribution, factor analysis and 
reliability tests were conducted. Furthermore, the effect of the level of self-monitoring on work engagement was 
examined by applying multiple regression tests. Last but not least, multiple regression tests were conducted regarding 
the effect of the level of self-monitoring on emotional exhaustion. Consequently, it has seen that sensitivity to others’ 
expression (the sub-dimension of self-monitoring scale) has a positive effect on work engagement. In other words, 
the importance of working with people who have sensitivity to others’ expression has emerged as a significant 
component in the organization. 
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1. Introduction 
 
      The concepts of self-monitoring, work engagement and emotional exhaustion are widely used in 
studies, especially in the field of organizational behavior. In the organizational context, while employees’ 
dedication to the work is desirable, it is also important to avoid the emotional exhaustion as well. On the 
other hand, the level of self-monitoring is a psychology-based approach commonly encountered in 
research related to organizational psychology. The importance of our research lies in the assumption that 
the survival of organizations depends heavily on employees’ peace and prosperity in today’s world. It is a 
fact that employees often perform self-monitoring activities in the work environment. It should be noted 
that the examination of the effect of the level of self-monitoring on work engagement and emotional 
exhaustion is also a matter of importance within this context. Also, the examination of this case, in a 
study conducted upon people working in SMEs, shows the originality of the research. Self-monitoring is 
discussed as an independent variable in the context of our research. Work engagement and emotional 
exhaustion are discussed as dependent variables as a result. 
 
      The most prominent features of SMEs are that they, in general, are economic institutions carrying out 
inexpensive manufacturing operations, working with low administrative expenses, having quick decision-
making ability and working with more manual labor in addition to less capital use (Yalçın and Gafuroğlu, 
2008: 434-435). SMEs constitute an important place in the structure of all countries whether they are 
developed or developing. In particular, this situation is even more striking considering their creation of 
employment opportunities and income they provide to the economy of the country. Countries around the 
world are working to provide the necessary environment for the establishment of SMEs, their growth, 
their protection and a structure that they can compete with rival firms accordingly (Odabaşı et al., 2010: 
87). 
 
     2. Literature Review 
 
     2.1. Self-Monitoring 
 
     Self-monitoring can be expressed as the tendency to regulate one’s behavior according to the necessity 
of social situation. Individuals with high levels of self-monitoring act by managing their own behaviors in 
accordance with the descriptions of other individuals. However, individuals’ personal character, beliefs 
and attitudes determine the behaviors of people with low levels of self-monitoring (Cramer and Gruman, 
2002). Moreover, the concept of self-monitoring is based on a concept which assumes people being 
different in a situation where locus of control appears. Thus, individuals with high levels of self-
monitoring provide appropriate behavior to the situations by responding to the signals in social and 
interpersonal relationships. In contrast, people with low levels of self-monitoring cannot provide a great 
deal of appropriate behavior to the different social situations as a result (Wolf et all., 2009). 
 
      According to the theory of self-monitoring, people change their sensitivity to harmonize their 
behaviour, according to the requirements of the situation. People having low levels of self-monitoring, 
reflect their own attitudes, feelings, thoughts and judgments. These individuals talk quite openly 
compared to those with high levels of self-monitoring (Çakıcı, 2007: 154). People having high levels of 
self-monitoring can respond easily to the signs of other people and therefore they have a remarkable 
ability to adapt to other people’s expectations. On the other hand, individuals with low levels of self-
monitoring are less concerned with the assessment of the social climate (Kolb, 1998: 265-266). Self-
monitoring is indicative of one’s social effectiveness, interpersonal competence and the ability to 
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understand appropriate behaviour based on the case. People with high level of self-monitoring are 
individuals who are sensitive to social cues. Conversely, individuals with lower levels of self-monitoring 
often ignore social signals because of having a weak desire to change their own presentation in 
accordance with social requirements (Chang et all., 2012: 397-398). 
 
       2.2. Work Engagement 
 
     The concept of work engagement is a work-related condition characterized by employees’ factors of 
vigor, dedication and absorption. The element of vigor refers to high energy levels at work, and showing 
mental tolerance while working. On the other hand, dedication includes the experience of conducting 
one’s work in a powerful way, the importance of one’s work and its eagerness as a result. As regards 
absorption, it involves giving oneself up to enjoying the work in a happy way and to fully concentrate on 
the job as well. In short, staff dedicated to the work is an individual with a high level of energy and 
therefore, has a great deal of enthusiasm toward his/her work (Makinen, 2013: 52). In addition, work 
engagement has been examined with reliable measurement tools in several studies. Following this further, 
the concept of work engagement is different from workaholism, job involvement and the concept of 
organizational commitment accordingly (Xanthopoulo et all., 2009). 
 
      Work engagement was discussed in many research and it is a concept that refers to providing high 
performance, learning and efficiency in the organization. Employees having high levels of work 
engagement usually devote more time and effort to their jobs. These people constantly keeps track of their 
jobs. Several researches showed that individuals with high levels of work engagement display high levels 
of self-efficacy and ability to work hard (Binsiddiq and Alzahmi, 2013: 123). The research examining 
factors that increase work engagement are often discuss features on the business, such as learning 
opportunities, performance-related feedback, managers support and organization support. These can be 
expressed as external source that increase the level of work engagement. In some studies, personal 
characteristics such as self-efficacy, self-esteem, emotional intelligence and emotional stability are also 
examined (Turgut, 2013: 2-3). 
 
     2.3. Emotional Exhaustion 
 
      Emotional exhaustion is a basic dimension of burnout. Therefore, emotional exhaustion is a condition 
occurred as a result of long-term occupational stress, and it affects employees working especially in the 
field of human service. In addition, emotional exhaustion is a condition characterized by having low 
energy (Skaalvik and Skaalvik, 2011: 1030). Further, emotional exhaustion is an issue of great interest 
shown by academics and practitioners because of its negative consequences for organizations and their 
employees as well. One’s exhaustion in work, in other words, the emotional exhaustion, influences work 
attitudes and behaviors in a negative way. Work performance and employee turnover are affected as a 
result of emotional exhaustion (Mulki, Jaramillo and Locander, 2006). 
 
     According to Maslach, the most important element of burnout is the emotional exhaustion. 
Employees’ expectations on the organizational and personal aspects are directly related with emotional 
exhaustion. People displaying emotional exhaustion cannot emotionally devote themselves to their jobs. 
Emotional exhaustion occurs as a result of being overburdened by the person’s occupation. Emotional 
exhaustion is characterized as the beginning and the center of burnout syndrome (Demir, 2009: 194).     
Following this further, emotional exhaustion is a syndrome of reduced sensation of a person’s success 
that develop negative and cynical attitude towards others. In addition, emotional exhaustion is the most 
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important dimension of burnout. Moreover, emotional exhaustion describes the feeling of individuals 
with emotionally exhausted and overburdened due to their job. Last but not the least, emotional 
exhaustion increases absenteeism and turnover intention while reducing job satisfaction and 
organizational commitment (Yürür ve Ünlü, 2011: 89).  
 
     3. Methodology 
 
    3.1.Research Goal, Sample, Scale 
 
   The purpose of the study is to examine whether or not the level of self-monitoring has any amount of 
influence over work engagement and emotional exhaustion concerning employees working in SMEs. In 
the present study, data analysis was performed using SPSS 14 software package. The research sample 
comprises the employees who were approached in SMEs in Denizli, while the population of the research 
is SMEs employees in the Aegean region. The data were collected from a total of 200 employees within 
this context. These employees in SMEs, who were undertaken as part of our research, are working in 
textile, service, marble and trade sector, respectively. 
 
      The province of Denizli was chosen as the research sample in our study because Denizli experiences 
rapid industrialization, along with hosting a large number of SMEs. Therefore Denizli, in general, has a 
predominantly industry structure and standard that may represent the Aegean region. Moreover, Denizli is 
one of the biggest exporting provinces in the Republic of Turkey. The SMEs in Denizli are comprised of 
a variety of sectors and they are a quality of representation for the whole Aegean region as a result. 
  
     Self-monitoring scale developed by Lennox and Wolfe was used in our research and it consists of 13 
questions. On the other hand, Utrecht Work Enthusiasm Scale (UWES) developed by Schaufeli et al. was 
used to measure work engagement. As for emotional exhaustion, nine questions regarding the dimension 
of Maslach emotional exhaustion scale were used as a result. To be sure, frequency distribution was 
conducted in order to determine socio-demographic characteristics of the participants. Then factor 
analysis was applied to the scales of self-monitoring, work engagement and emotional exhaustion and the 
sub-dimensions of the scales were determined within this context. In addition, reliability tests relating to 
the scales and their sub-dimensions were conducted. Furthermore, the effect of the level of self-
monitoring on work engagement was examined by applying multiple regression tests. Last but not least, 
multiple regression tests were performed regarding the effect of the level of self-monitoring on emotional 
exhaustion.  
        
 
 
 
 
 
      
 
 
 
                 
 
Figure 1.Research Model 
 
 
 H1 
 
  
 H2 
Self-Monitoring 
Work Engagement 
Emotional Exhaustion 
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Firstly, under our research model, the effect of the level of self-monitoring on work engagement was 
investigated. The level of self-monitoring was discussed as the independent variable, while work 
engagement was discussed as the dependent variable within this context. Thus, the effect of the level of 
self-monitoring on work engagement has been tested with multiple regression tests.  
 
H0: The level of self-monitoring has no significant effect on work engagement. 
H1: The level of self-monitoring has a significant effect on work engagement. 
 
Secondly, the effect of the level of self-monitoring on emotional exhaustion was investigated within the 
scope of the research model. The level of self-monitoring was taken as the independent variable within 
this context, while emotional exhaustion was examined as the dependent variable. The effect of the level 
of self-monitoring on emotional exhaustion was examined by multiple regression tests as a result. 
 
H0: The level of self-monitoring has no significant effect on emotional exhaustion. 
H2: The level of self-monitoring has a significant effect on emotional exhaustion.  
 
          3.2. Data Analysis and Findings 
 
          In the context of our research, firstly, frequency analysis was carried out. The participants were 
composed of 130 males and 70 females. Majority of respondents are in age group of 20-30 (41%) years 
and 31-40 years (38%) both of this age group alone contains around 79% of total respondents. The rest 
are at the age of 41 and above (%21). While 60.5% of the total respondents are married, the rest (39.5%) 
are unmarried. With respect to educational qualification, most of the respondents are having educational 
qualification up to high school (42%) and first-secondary school (31.5 %). These two account for 73.5% 
of cumulative percent. The rest are academy-graduates (8%) and university-graduates (18.5%). The 
majority of respondents are working in textile, service and marble sector. 
 
Table 1. Factor and Reliability Analysis Results For Self-Monitoring Scale 
 Questions Factor Weights Explanatory Factors 
(%) 
Cronbach’s 
Alpha 
Factor 1,  
Sensitivity to others’ 
expression 
s11 ,868 36,333 0,89 
s10 ,817 
s13 ,798 
s12 ,791 
s8 ,623 
Factor 2,  
Ability to modify 
self-presentation 
s3 ,813 31,933 0,86 
s2 ,813 
s7 ,701 
s1 ,690 
s5 ,660 
KMO Value:0,905 ;  Bartlett’s Test:0,000˂0,05 
Total Cronbach’s Alpha: 0,91 
 
            In self-monitoring scale, Question 4, Question 6 and Question 9 were excluded from our analysis 
because of taking close values under different factors. Factor analysis was applied to the data of self-
monitoring scale and, as a result, KMO value was found to be 0.905 and Barlett’s test result was 
significant. In other words, the data set was suitable for factor analysis. As a result of factor analysis, two 
sub-dimensions have emerged. While factor 1 explains 36.333% of the variance, factor 2 explains 
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31.933% of the variance. These two factors explain 68.266% of the variance in total. As a result of 
reliability analysis, Cronbach’s Alpha value taken as 0.89 for factor 1, while Cronbach’s Alpha value for 
factor 2 was 0.86, respectively. As for the entire scale Cronbach’s Alpha value was found to be 0.91. The 
values obtained indicate that the scale is reliable. The nomenclature of sub-dimensions was chosen within 
the scope of literature. Factor 1 was expressed as ‘Sensitivity to others’ expression’ and factor 2 ‘Ability 
to modify self-presentation’. 
  
Table 2.Factor and Reliability Analysis Results For Work Engagement Scale 
 
 Questions Factor Weights Explanatory Factor (%) Cronbach’s Alpha 
Work 
Engagement 
w5 ,804 55,747 0,95 
w11 ,797 
w1 ,792 
w4 ,787 
w7 ,785 
w10 ,783 
w13 ,761 
w12 ,751 
w2 ,748 
w14 ,741 
w3 ,739 
w8 ,726 
w17 ,715 
w15 ,704 
w6 ,689 
w9 ,678 
w16 ,674 
KMO Value: 0,945;  Bartlett’s Test:0,000˂0,005 
 
           Factor analysis was applied to the data of work engagement scale and a single dimension has 
emerged. KMO value was found to be 0.945 and Barlett’s test result was significant. The results showed 
that the data set was suitable for factor analysis. 55.747% of the total variance is explained. As a result of 
reliability analysis, Cronbach’s alpha value was determined as 0.95. This value indicates that the scale is 
highly reliable. 
 
Table 3.Factor Analysis and Reliability Test For Emotional Exhaustion 
   
 Questions Factor Weights Explanatory Factor (%) Cronbach’s 
Alpha 
Emotional 
Exhaustion 
e5 ,859  59,796  0,92 
e3 ,818 
e8 ,804 
e6 ,782 
e1 ,776 
e2 ,771 
1086   İlknur Taştan Boz et al. /  Procedia - Social and Behavioral Sciences  150 ( 2014 )  1080 – 1089 
e7 ,732 
e4 ,708 
e9 ,695 
KMO Value:0,925;  Bartlett’s Test:0,000˂0,005 
 
            KMO value was found to be 0.925, and significant results were determined as a result of Bartlett’s 
test. In other words, the data set was suitable for factor analysis. Factor analysis was applied to the data of 
emotional exhaustion scale. Thus, a single dimension has emerged. 59.796% of the total variance is 
explained. As a result of reliability analysis, Cronbach’s alpha value was determined as 0.92. These 
values indicate that the scale is reliable. 
 
            Multiple regression tests were conducted related to the effect of the level of self-monitoring on 
emotional exhaustion and work engagement followed by the application of factor analysis. 
  
         H0: The level of self-monitoring has no significant effect on work engagement. 
         H1: The level of self-monitoring has a significant effect on work engagement. 
             H1a: Sensitivity to others’ expression has a significant effect on work engagement. 
             H1b: Ability to modify self-presentation has a significant effect on work engagement. 
 
 Table 4. Multiple Regression Test Results Regarding The Effect Of Self-Monitoring On Work 
Engagement 
 
 
   Unstandardized 
Coefficients 
Standardized 
Coefficients 
t Sig. Collinearity 
Statistics 
    B Std. 
Error 
Beta     Tolerance VIF 
1 (Constant) 1,364 ,266   5,128 ,000     
  Sensitivity To Others’ 
Expression 
,495 ,086 ,484 5,737 ,000 ,523 1,914 
  Ability To Modify Self-
Presentation 
,056 ,090 ,052 ,620 ,536 ,523 1,914 
Dependent Variable: Work Engagement 
F:36,568; p:0,000 
R:0,521; R2: 0,272; Adjusted R2:0,264; Std. Error: 0,76613 
  
       Multiple regression test results related to the effect of the sub-dimensions of the level of self-
monitoring on work engagement were given in Table 4 above. Accordingly, sensitivity to others’ 
expression has a significant effect on work engagement. In other words, H1a was supported (p˂ 0.05). In 
addition, H1b was rejected due to p˃0.05. This means that ability to modify self-presentation has no 
significant effect on work engagement. It was seen that sensitivity to others’ expression has a significant 
positive effect on work engagement (β = 0.484). That is, the level of sensitivity to others’ expression 
increases work engagement. To put it another way, being sensitive to others’ expression ensures people to 
be dedicated to work in greater way. This situation reveals the importance of working with people who 
are sensitive to others’ expression in the organization. Besides, tolerance value is well above 0.1 (0.523) 
and VIF value is well below 10 (1.914). Thus, it can be said that evidence multicollinearity is not an 
issue. 
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 Table 5. Multiple Regression Test Results Regarding The Effect Of Self-Monitoring On Emotional 
Exhaustion 
 
    Unstandardized 
Coefficients 
Standardized 
Coefficients 
t Sig. Collinearity 
Statistics 
    B Std. 
Error 
Beta     Tolerance VIF 
1 (Constant) 2,273 ,321   7,080 ,000     
  Sensitivity To Others’ 
Expression 
-,106 ,104 -,100 -1,020 ,309 ,522 1,914 
  Ability To Modify Self-
Presentation 
,188 ,109 ,168 1,722 ,087 ,522 1,914 
Dependent Variable: Emotional Exhaustion 
F:1,511; p:0,223 
R:0,123; R2:0,015; Adjusted R2:0,005; Std.Error:0,92480 
 
         H0: The level of self-monitoring has no significant effect on emotional exhaustion. 
         H2: The level of self-monitoring has a significant effect on emotional exhaustion. 
             H2a: Sensitivity to others’ expression has a significant effect on emotional exhaustion. 
             H2b: Ability to modify self-presentation has a significant effect on emotional exhaustion. 
              
       Table 5 shows the multiple regression test results related to the effect of the sub-dimensions of the 
level of self-monitoring on emotional exhaustion. Accordingly, sensitivity to others’ expression and 
ability to modify self-presentation has no significant effect on emotional exhaustion. In other words, H2a 
and H2b have been rejected because of p˃ 0.05. On the other hand, tolerance value is well above 0.1 
(0.522) and VIF value is well below 10 (1.914). These values indicate that there is no evidence of 
collinearity issue. 
  
Table 6. Inter-Variable Correlation Analysis Results 
 
  Work 
Engagement 
Emotional 
Exhaustion 
Sensitivity To Others’ Expression 
  
Pearson Correlation ,521(**) ,017 
Sig. (2-tailed) ,000 ,814 
N 200 200 
Ability To Modify Self-
Presentation 
  
Pearson Correlation ,387(**) ,100 
Sig. (2-tailed) ,000 ,161 
N 200 200 
Work Engagement 
  
  
Pearson Correlation 1 -,241(**) 
Sig. (2-tailed)   ,001 
N 200 200 
**  Correlation is significant at the 0.01 level (2-tailed). 
 
        Table 6 outlines the results of correlation analysis between the variables used in this study. 
Accordingly, there is a positively associated correlation between sensitivity to others’ expression and 
work engagement. At the same time, there is a positively associated correlation between ability to modify 
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self-presentation and work engagement. Analyzing the table, we have noticed a negatively associated 
correlation between work engagement and emotional exhaustion. 
  
   CONCLUSION  
 
   This study has investigated the effect of the level of self-monitoring on work engagement and emotional 
exhaustion. In this context, multiple regression tests have been performed to test the effect of the level of 
self-monitoring on work engagement and emotional exhaustion. Also, correlation analysis has been 
conducted within the context of our study. As a result that sensitivity to others’ expression has a 
significant effect on work engagement. Thus, p˂0.05 provided support for approval of H1a. In addition, 
H1b was rejected due to p˃0.05. Moreover, this study has identified positive relationship between 
sensitivity to others’ expression and work engagement (β = 0.484). Furthermore, the level of sensitivity to 
others’ expression increases work engagement. This shows that individuals that are being sensitive to 
others’ expression are more likely to display greater dedication to their work. This situation also reveals 
the importance of working with people who are sensitive to others’ expression in the organization. On the 
contrary, a non-significant effect on emotional exhaustion is explained by the sub-dimensions of the level 
of self-monitoring scale. In this context, H2a and H2b are rejected. 
      According to the results of correlation analysis, it is observed that there is a positively associated 
correlation between sensitivity to others’ expression and work engagement. Along with similar lines, 
there is a positively associated correlation between ability to modify self-presentation and work 
engagement. It has also been very much clear that there is not a positively associated correlation between 
work engagement and emotional exhaustion. 
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